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Abstract 
Over time, organizational commitment has been studied by many scholars because of its importance to the organization. 
Despite the increase in attention given to the study of workplace commitment, there is still some unanswered question with 
regard to the relationship between informational fairness and organizational commitment. This paper discusses the relationship 
and influence of informational justice on the commitment of lecturers towards the institution based on a quantitative study. The 
result of the study indicates that there was a strong relationship and a significant influence of justice on information sharing 
towards organizational commitment of lecturers.  
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1. Introduction 
Higher education in the current era is no longer a luxury but it has become a necessity in many countries in 
attaining a higher standard in terms of social and economic development (Peril & Promise, 2000). This is evident 
in the Malaysian context as it is strategizing to become a developed nation by 2020, where tertiary education is 
geared to become the foundation for natural development (Morshidi Sirat, 2009). To ensure the success of 
Malaysia as a regional hub for higher education, the then Minister of Higher Education, Datuk Seri Mohamad 
Khaled Nordin (2009) was quoted as saying “We’ve no choice but to concentrate on quality as we want Malaysia 
to be a hub of higher education, we want first-class mentality students”. To be a regional hub for higher education, 
it is necessary to set a benchmark of performance for the players in the industry itself.  
 






Following this, performance of Higher Educaion Institutions (HEIs), has been regulated by Malaysian 
Qualification Agency (MQA) through SETARA evaluation (Rating results for SETARA'11 & MyRA, 2012). In 
attaining a respectable SETARA ranking, the commitment of the teaching force is an essential factor in ensuring 
success in the education field (Davoodipor, Ahancheyan & Rezvani, 2008). The organizational commitment is 
described as the willingness to contribute to the institutions’ vision and mission (Mathieu & Zajac,1990). The 
commitment of the lecturers is reciprocal to the commitment the institution shows towards the welfare and fairness 
of management of the lecturers (Hsu, 2002). 
 
Performance appraisal is the act of gathering information of the efforts and outputs to be used to identify employee 
competencies (Fletcher, 2001). Bearing that in mind, performance appraisal in UUM gathers information of the 
research and publications of the lecturers which refers to their commitment to the organization itself. Based on the 
annual achievements report from the Research and Innovation Management Center (RIMC) of UUM, Intellectual 
Property Registration (IPR) for writings copyright includes original writing, which has scholarly value, evaluated 
by external referee and published by accredited publishers and registered by universities academic staffs, has 
declined from 367 to 62, amounting to a reduction of 83.1% registered IPRs. The second IPR includes other 
intellectual properties with ISBN registration. Also includes intellectual properties registered at the National 
Intellectual Property Organization (MyIPO) or intellectual properties that have been put forward for international 
intellectual property registration, decreased by 62.6% from 83 in 2012 to 31 in 2013. 
 
The reducing trends in both IPR standards also indicates a supposedly decline in lecturers’ commitment towards 
the organization. As defined by Allen and Meyer (1990), commitment refers to the attitude of the employees 
toward their organization; an employee will commit their time and efforts if they are really satisfied with their 
present job and this satisfaction totally depends on what the employees can get or receive from the job. 
 
This research has two purposes. Firstly, understanding that informational justice from the organizational justice 
theory measures the emotional attachment the employee has with the administration of the organization (Arif 
Hassan & Junaidah Hashim, 2011), this study will test the relationship between fairness of information sharing 
between the management of the university with the lecturers, informational justice and the organizational 
commitment of lecturers. Secondly after identifying the emotional attachment and its effects on organizational 
commitment, the study will test the influence of informational justice towards the organizational commitment of 
the lecturers to determine its importance in improving the research and publications of the lecturers. 
 
2. Literature Review 
2.1 Organizational Commitment 
 
The definitions associated with organizational commitment, commonly relate the the behavior to the attitude of the 
employee. The lecturers’ identification with the institution and their involvement in the organization is also 
identified to be caused by their organizational commitment (Mowday, Steers & Porter, 1979). A study by Mathieu 
and Zajac (1990) reaffirms organizational commitment as being the personal attachment between the employees, 
and the goals of the institutions. Lecturers engage in positive behaviors such as citizenship behavior and high work 
performance when they are experiencing high organizational commitment, which is in return beneficial to the 
organization (Chung, 2001). 
 
Research conducted in the university context approve of this idea, where lecturers with higher commitment levels 
are found to be performing better compared to lecturers with less commitment to the institution (Monday, Porter & 
Dubin, 1974). The relationship between the perception of fairness of the performance appraisal and the 
organizational commitment of the employees has been identified as positive by a large number of previous studies 
in various fields (Folger & Konovsky, 1989; Kim & Mauborgne,1993; Konovsky & Cropanzano, 1991; 
Masterson, Lewis, Goldman & Taylor, 2000). 
 








2.2 Fairness of Performance Appraisal 
Fairness is a deciding factor in implementing a successful performance appraisal system (Bretz, Milkovich& Read, 
1992). The fairness perception of the employee is generally based on the practices of the organization towards the 
employees themselves (Cropanzano & Greenberg, 1997) and is a deciding factor for the success of the 
performance appraisal (Erdogan, Kraimer & Liden, 2001). Studies done in various working environments 
indicated that employees perception on a just performance appraisal plays an important role in their acceptance and 
satisfaction towards its implementation (Ahmed, Mohamad & Islam, 2011). This in turn affects the way people 
think, feel and behave in their job (Bies & Shapiro, 1987). The employees perception of the fairness of the 
appraisal increases the positive attitude and behavior of the employees, such as organizational commitment (Folger 
& Konovsky, 1989) 
 
2.3 Organizational Justice Theory 
In the original literature Greenberg (1987), explained the concepts and ideas behind the establishment of the 
organizational theory construct. On the introduction in the 1980s, the theory was a two-factor construct, and was 
developed in to a four-factor construct in early 2000s (Colquitt, Greenberg & Zapata-Phelan, 2005). The division 
of factors is categorized as distributive justice, procedural justice, interpersonal justice and informational justice. 
This research will attempt to provide insight on the less researched factor called informational justice and its 
relationship and influence on the lecturers’ organizational commitment. 
 
2.4 Informational Justice 
Informational justice is the act of communicating relevant reasons for the procedures used in appraising, and the 
rational of the distribution of rewards to the employee in the organization (Greenberg, 1993). This justice has been 
identified to have a strong effect on the emotional attachment of the employee and the organization (Arif Hassan & 
Junaidah Hashim, 2011). In return affects organizational outcome behaviors such as organizational commitment, 
influenced by the environment of the organization. Organization environment such as the superiors’ character 
plays an important role (Masterson, Bryne & Mao, 2005) and there is no argument on the distinct importance of 
this construct on the justice perception of the employee towards performance appraisal (Ambrose, 2002).  
 
3.Method 
3.1 Sample Characteristics and Procedures 
The study used a sample of 300 lecterurs (Krejcie & Morgan, 1970), from a population of 1198 lecturers lecturing 
in UUM. Disproportionate stratified random sampling was applied due to the nature of the institution that consist 
of three academic collages. The primary data collection was completed using the Google documents online 
questionnaire. Using this method, the response rate of 63.2% was achieved. From it, 48.7% were male lecturers 
and 51.3% were female lecturers with an average age of between 36-45 serving between 6 -15 years in UUM.  
 
3.2 Measures 
The measures were adapted from previous research; the instruments used to measure the organizational 
commitment were adapted from the Organizational Commitment Questionnaire with 9 item short form developed 
by Mowday, Steers and Porter (1979). This item has been accepted as the most widely used measure of 
commitment and includes good psychometric properties (Angle & Perry, 1981) and Informational Justice 
constructs were adapted from Shapiro, Buttner and Barry (1994) who worked on factors that effected the perceived 
adequacy of explnations. Reliability was tested on the first 30 respondents as pilot study, and Cronbach Alpha (α) 






value of 0.7 and above is accepted for the study (Salkind, 2009). Organizational Commitment and Informational 




Reliability test was conducted on 316 data collected registered α .940 for Organizational Commitment and α.733 
for informational justice. Following the reliability factor analysis verified the construct validity of the items. To go 
further from the collected data, inferential statistics were applied, Pearson Correlation and Multiple Linear 
Regression are used in analyzing data.  
 
Tabel 1: Summary of hypothesis and results. 
Hypothesis: Test Hypothesis Testing: 
There is a positive relationship between fair 
informational justice and organizational 
commitment of UUM lecturers 
 
Correlation 
r value .628**, p<0.000,  
Salkind (2009) indicates, there is a strong 
relationship between informational justice and 
organizational commitment. 
 
Informational justice has a significant relationship 
with the organizational commitment of lecturers 
Regression Hypothesis accepted with a significant β value 
of .486  
 
5.Discussion and Implication 
 
The purpose of this study was to analyse the relationship between organizational commitment and informational 
justice. The result of this study has several important implications, mainly supports and expands the positive 
relationship sighted by previous studies between interactional justice and organizational commitment (Hassan, 
2002; Loi, Hang-yue and Foley, 2006; Wong, Ngo, Wong, 2002). This study had focused on one of the two 
constructs of interactional justice, informational justice strengthening the essential academic area.  
 
This study reaffirms previous study done by Arif Hassan and Junaidah Hashim (2011), highlighting informational 
justice as an important indicator of emotional attachment between the employee and organization. Providing 
proper information regarding research and publications criteria in performance appraisal significantly increases 
lecterurs attachment to the university and subsequesntly increase their organizational commitment. Informational 
justice involves employee perception towards fairness of information sharing between the employers and 
employee. A proper information sharing allows the lecterurs to understand the performance appraisal procedures in 
the university and its role in distribution of rewards. 
 
This study shows the strong relationship between informational justice in response to the organizational 
commitment of the academic workforce in UUM. To ensure the university has lecterurs committed to its cause and 
goals, the university has develop better communication of information between the management and the lecterurs. 
According to the items tested, university needs to increase informational justice in the performance appraisal 
administered in the organization, it has to ensure there is a clear explanation of the procedures used in the 
appraisal. The management also needs to ensure timely disclosure of information, done at a suitable time for the 
performance appraisal process to be conducted. The management also has to be candid in disclosing information 
necessary to the lecterurs. These steps can improve the organizational commitment of the lecterurs.  
 
6. Limitation and Future Research Oppurtunities 
 
As in any study, this study poses some limitations, mainly due to the narrow scope of study that focuses on the 
informational justice in appraisal system only in UUM. In the case of UUM, this study can be improved by taking 
into consideration the other factors that may influence the organizational commitment of lecturers, in line with the 
previous studies by Colquitt (2001) to expand the knowledge in the area of performance appraisal itself. Other than 








that because this study is a cross sectional analysis, the study is unable to conduct comparison of perceptions. A 
longitudinal study conducted before and after the performance appraisal could capture a better cause and effect of 
the fairness of performance appraisal process conducted. However it is believed that the mechanics and results of 
this study will be of interest to the management of the university, government and future researchers.  
 
In conclusion, the results shows lecturers are concerned of the human and emotional attachement with UUM 
management. Their commitment to UUM is highly effected by the communication and treatment they receive from 
the organization. Also by improving performance appraisal system the university can create a positive environment 
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